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Preface

As amilitary officer, my most important job is to lead people. Leadership is the core
of our great institution; without it, we are destined for failure. Ralph Nader wrote, “the
function of leadership is to produce more leaders, not more followers.” General Howell
Edes lll, Commander of the North American Aerospace Deénse Canmand ard United
States SpaceCommand, stated, “leadeshp ard mentoring ae the sam.” For exanple,
many years ago, Genera Bill Creech former commander of Tacical Air Command,
mentored a number of young talented officers. Today, these dficers canstitute a brge
percentage of the Air Force's corporate leadership. Senior military officials have long
recagnized nentoring as anessetial process m producing future leades. Unfortunately,
mentors have not been available to everydberrent research indicates this is changing.

| am privileged to have had a mentor relationship. My mentor was, as Webster
defines i, “a wise anl trusted teacter.” He taugh me alout orgarnizatona sawy ard
what it takes to be a member of the military Professional of Arms A very important
aspectof this relationship is that we ae loth AfricanAmericars who graduaed from
historical black nstitutions. In their book, All That We Can Be, Professos Charles
Moskaos ard Jdn Butler, write that “historicaly black cdleges ad unversities HBCUS)
have played a pominert role in Black America. Indeed,no other institution in this
country—nblack or predaminartly white, produces somany black kades for American

scciety.” Less wel known is the value d these imstitutions as a mjor saurce of black



military officers. In 1995, almost half of the Hack dficers who receved Resrve Officer
Training Corps commissions, graduated from HBCUs.

It is essential that our military mirror the rest of American society. Current trends
indicate femae representation will in crease and women will assumemore roles and greater
responsibilities. In 1996, Brigader Gereral Susn Panerleau, commander of the Air
Force Personnel Center, was selected for promotion to Major General. During this same
period, Vice Admiral Patricia Tracey who is the Chief of Naval Educaton ard Training,
was nominated by Presdert Clinton to became the first female threestar admral.
Coincidentally, Lieutenant General Carol Mutter, who is now in-charge of Manpower and
Reseve Affairs for the Maitine Corps, stards abne as ke first female nominatedto receve
a third gar. In March 1997,Mgor Gereral Clauda anKennedy, the Assistart Deputy
Chief of Staff for Intelligence, United States Army, was nominated by President Clinton to
receve her third star. If confirmed by the US Senate, Gereral Kennedy will be the third
woman promoted to three-star rank in less than a year.

The neterial in this reseach was dtained fom many saurces. | amindelied to the
following organzaion ard individuak for their suppat: the men ard women at Air
University's Fairchild Library; Captain Rick Harington, Headquaters, Air Force
Personnd Center; and Lieutenant Colond Edith Sandoval, Air War College | am
espeailly grateful to Major Scott Morgan (Ph.D.) who, as a soblar and facuty reseach

advisor, supported this project and provided invaluable guidance.
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Abstract

Mentoring is a p@ular subect in discussns caceming leadeshp ard professonal
development. However, like the rest of society, minorities and women in the military are
disadarntaged n the saialization process. It appeas they are rot provided the proper
guidarce ard hands-on experierce, which is necessar to practice kadeshp ard improve
their ills in the workplace. The USmilitary has followed the busness sector and has
begun to addes these problems by instituting formal mentoring programs. Thes
programs are kesed m the premise that a successf mentorship benefits not only the
individual but the arganzaton as wel While this reseach found a number of barriers
asseiated wih mentoring, conversely it recagnized that through proper implementation,
mentoring canhave a pdastive effect on individuak ard orgarnizatons. This paperrelied
heavly on pas sudieswithin the pivate ®ctor ard the Depatment of Defense (DOD). It
suppats current DOD initiatives ard offers addtional akernativeswhich could be used ©

increase mentor and protégé relationships among women and minorities in the military.
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Chapter 1

Intr oduction

The conceptof mentoring has receved cansideralde attention throughout the field of
management. As the military gpproaches the 214 Century, its senior leaders recognize the
explosion of tecmology and the saiocultural charges hat accanpary it. These chrges
require usto develop future leaders based on their capabilities, not on their sex, race,or
religion. One way to identify these potential leaders is through mentoring. Mentoring is a
unique and often misunderstood process in the development of leaders.

Mentoring, from the Greek wod meanng erduring, is defned as asushtined
relationship betweena youth ard anadut. The phlosophy and pracice of mentoring
dates kack b secand ceriury BC, with Chinese acadeim gereabgy and the teaclings of
Confucius. Homer in the Odysseyconcertrated o the task d grooming the pilince for
leadeship with the assstarce of Mentor, the King's wise dd friend. Male mentoring was
exenplified in the relationships d Socrates ad Fato, Freud adl Jurg, ard Haydn ard
Beethoven. Numerous studies have analyzed mentoring in terms of men and mele
employees relationships; but, mentoring also has application to women and mihorities.

Diverse sairces wee used o attain relevant information on mentoring as a usei tool
in the leadeship ard professonal development of women ard minority officers. As such

the roles and functions of the mentor will be discussed throughout, each varying in



degees m an effort to deermine the sgnificarce of mentoring. This paperbegins by
examning mentoring in the private secbr ard the rles ard functions a mentor may
assure. It looks at pastard presem studies as welas the benefits asseiated with
suwccesdill mentorshp. Secand, it addresses &rriers to mentoring ard highlights how far
the military has progressed in achieving diversity. Third, it summaizes how current DOD
initiatives such as formal mentoring offers great hope, ard why group and universal
mentoring are two addtional conceps worthy of exploration. Finaly, a brief summation

of the information presented is highlighted in the conclusion.

Notes

! Gaye Lunaand Debra Cullen, “M entoring Women and Minorities; Applications to
Higher Education,New Forums Presstillwater,Oklahoma.



Chapter 2

The Mentoring Proces

Mentoring in the Private Sector

Mentoring has ganed considerable prominence in the civilian busness sector. The
expelierced mentor acts as a role model to junior execuives am through continued
involvement, offers suppat, guidarce, ard asistarce. Additionally, the nmentor aids the
junior executive in overcoming anxiety, gress, and inflated expectations. The civilian
bushess seatr has enbraced rentoring becauseit reducesenployee turnover rates,
retains corporate knowledge, and increases employee morale.

Gerdd R. Roche, in a 1979 Harard Busness Review atticle ertitled, Much Ado
About Mentors, surveyed 3976 bp execuives ard found that neaty two thirds had a
mentor or sporsor, and ore-third of them had two or more mentors. Most importantly,
those eecuives who had a nentor eaned nore money at a younger age, were better
educaed, ard more than likely to follow a caeer plan and sexve as a spwsor to more
protégés. In Roche’s sudy, Donald S. Perkins, presdert of the JewelFood Compary
stated, “I don't know that arnyone has ewer succeedn ary bushess wthout having same
unselfish sponsorship or mentoring; whatever it might have been called. Everyone who

succeeds has had a mentor or mentdrs.”



Adrianne Dumond and Susan Boyle, conaultants to Douglas Aircraft, bdieve that
succesful mentoring relationships don't jug happen ard offer these gudeines for
Mentors and Mentorees:

e Meet on a regular basis—at leastonce a nonth. You camot dewlop a gad
relationship if you don’t get to know each other. Take the time to meet.

e Know where you are going—be prepaed b discuss lis ard other akernatives
with the mentor.

e Be a good listener.

e Whether you are the mentor or mentoree, do not betray confiderces. When
another paty tells you something, remember that it is for your ears only, and not
for distribution.

e The Mertor should disciss stengths ard developmertal needs with mentorees ad
provide gudarce n dewloping these aeas. They stould provide feedlack on
techical interpersonal competerce, as peceved by cusbmers ard influertial
decision makersMentors should help mentorees set appropriate career goals.

e Mentors should help mentorees urderstand how to participate within the
organization and provide information on opportunities in the organization.

e Mentorees should not be overly sensitive to criticism and remember that criticism
is offered to help you grow.

e Mentorees shuld never brag alout their relationshp with their mentor because
this could put the mentor on the spot.

e The relationship should reman on a busness level and the mentorees should not
get too personal about themselves.

e Both paties should be sersitive © the issies d sewal harassnert or
discrimination. Be aware of the risks and keep the behavior within appropriate
bounds.

o |f dther paty finds that the mentoring relationship is not developing successfully,
they should discontinue the process and seek guidance.

e The most important element of a successful mentoring relationship is trus. Once
trust is broken, so is the relationsfip.

The message here is mentors and mentorees need guidance that will provide the

foundation for establishing and maintaining a mentoring relationship.

Roles of the Mentor

In examining the roles and functions of mentoring, it was found that mentoring

comes in many forms. For instarce, the Office of Reseach, Office of Educatonal



Researh ard Improvenert of the USDepatment of Educaton, offer the following askey
roles in the mentoring process.

Fadlitating. the process of helping things happen, can involve one individud providing
guidarce or advice,recagnizing ard akrting arother to potential barriers, prepaing a
pah for learning to occur. As the facilit ator, the mentor helps the young peson to
learn, and to pursue his or her goals.

Networking. the pioocess 6 leveraging or addng value through existing informal
channds. We al have our own ndwork of contacts which we utilize to ge things
done ard which canbe very valualde. Networking atises fom anunderstanding ard
appreciation of the benefits of the informal organization.

Kathy E. Kram a roted Psychologist at Boston University, reports there ae two
basic typesof rolesfunctions that a mentor performs: caweer functions amd psychosaocial
functions. Careerfunctions are those aspecs o a relationshp desgned b erhance caeer
advancement through sponsorship, exposure-and-visibility, coaching, protection, and
challenging work assgnments. Psychosccial functions ae those functions that erhance
the piotégés sese o professonal competerce, idertity, and effectiveress. It includes
role modeling, acceptance-and-confirmation, counseling, and friertdship.

Lea and Leibowitz bdieve that mentoring can best be understood by highlighting
what mentors doThey focus on ten behaviors which translates into mentoring.

1. Teaching—instructing the protégé in a secific <kill and providing knowledge
necessar for successfl job performance aml asssting in the peson’'s carweer
development.

2. Guiding—orierts the rovice n leaning some of the orgarnization’s “unwritten
rules.” Learning the company’s informal rules lessens the risk of being ostracized.

3. Advising—is rormally initiated by a requestfrom the piotégé. The type of advise
is different from the advise given by others due to the mentors high degree of
competence and extensive experience.

4. Coungling—provides enmotional suppat in dressful times, listens to the
protégés cacems, helps © claiify careergoals aml assits in developing a plan of
action to achieve those goals.

5. Sponsring—providesgrowth oppartunity ard mere asociation with the nmentor
opens a window of opportunities for the protégé however, it should not be



confused wih a ‘free ide” Once the doors are open it is the protégés
responsibility to prove themselves.

6. Role Modeling—sameone whom the protégé ties to enulate as a esuk of a
relationship. Normally occurs subconscioudy as the protégé tries to patern the
traits and behaviors of the mentor.

7. Validating—occurs when the mentor ewaluats, modifies, ard erdorses te
protégés gals arl aspiations. If the mentor does rot acceptthese gals, it is
doubtful the relationship will be maintained very long.

8. Motivating—mertor providesercouragenert ard impetus or the protégé b act
toward acheving spedic gaals. Menor can assure one of two roles: drill
sergeant or cheerleader— the end result is action.

9. Protecting—mertor acts asa buffer to minimize sk teking ard provides a sa&f
ervironmert where the protégé carmake mistakes wthout losing sef-confiderce.
Thisimportant aspectmakes t easér for the potégé to make deckions when
faced with uncertainty.

10.Communicating—estdishes gpenlines d communicaions where concems can
be addessed. The key to the successi implementation of the other nine
mentoring behaviors. The mentor's expetise is insignificant if it cannot be
communicated.

Benefits of Mentoring

Much of the interest in mentoring lies in the mutiple benefits it provides. Geage
Dreher ard Taylor Cox, Jr., writing for the Joumal of Applied Psychology,concludedthat
the formation of a mentoring relationship has a paiive effect on the piotégé, ard
mentorship is related to advancement, organizationa influence, saary atainment, and
satisfaction with salary and benefits. Hence, understanding the availability and qudity of
mentoring relationships & of considerade importance © those cancemed with the caeer
mobility of workers; paticularly of women and non-White men who are currently under-
represented among the ranks of the corporate’elite.

Belle Rose Ragins, a roted Pgchologist whose interest include geder differencesin
mentoring, studied 131 female execuives ard 416 nale execuives. She doserved hat
femades in mentoring relationships were more likely than mades to report benefit s related to

gans in sef-confiderce, usetil career advce, counseling on compary palitics, ard



feedback concerning weakness. In sum, femaes who develop mentoring relationships fare
better in organizations than those who do not.® Burke aml McKenna obsewved he
organzaiton alkso benefits, as fiture leades ae prepaed, enployees wio are mentored ae

more satisfied and committed than those who aré not.

Mentoring: Why Is It So Important In The Military?

Gerera Ronald Fogleman Air Force Chef of Staff, views nentoring as a
fundamental responsibility of al. “No mater whether you're a base level, in an operating
agercy, or on a headquaers daff, we al bear the responshility to develop our
sulordinatesard to help groom the rext gereration of Air Force kades. Mertoring is a
process hat s good for al of us. It canopenup communications within our sewice, break
down barriers aml foster cuktural charge”*® Demis M. Drew, a retired Air Force cdonel
ard former deanof the Shool of Advanced Studies at Air University, conterds that
mentoring at every level will be required to develop and prepare the next generation of
military leaders. As the military faces a uture of uncettainties, such as cenpetng
demands, societal didike for the military and outright ignorance, the need for teacling,
encouraging, and passing the flame will be great. Every leader, from the junior
noncommissoned dficer to senor gerera officers, is respasible for prepaing the next
generation of leaders and should serve as mentors for their subortfinates.

Mentoring has historically been a successful ingredient in the careers of military
professonals, minorities ard women included. The cbse relationship betweenDwight D.
Eisenhower and Major General Fox Conner is a “classic case of military mentorship” as

described by Lieutenant Geneal Charles W. Bagrnadl. Bagna ddines it as a “style of



leadeship characterized ly open communicaion with sulordinates, role modeing of
appopriate values, the efecive use 6 counselng for sulordinate dewlopmen, ard
sharing of the leadets frame o reference wih sulbrdinate leades”'” Eisenhower's
career placed Im in close assoiation with same of our most successfl military leaders
including Generals John Rershing, George Marshdl, and Douglas MacArthur. It was
Connea’s mentorship, however, that went into the making and preparation of General and
Supreme Allied Commander of World War 11> Other exanples ae the nentor
relationships between Casper Weinberger, Frank Carlucci, and Colin Powell.

In 1971, while working asa Foreign Sewice dficer, Carlucci “caugh the eye d his
chief,” Caspea Weinbeger, who hired him to work on his staff. Weinbeger was so
impressedby hiswork ethic, he played a najor role in Catuccis appontmert as RPesdert
Reagais national secuity advisar ard, evertualy replacng him as ®cretary of Defense.
Corresponding, in 1972, Colin Powell, a young kright Army officer, wasinterviewed arm
hired by Calucci as a Wite Hause FEllow. As a resuk of that relationshp, Powell
becane a 1ising str, seving as Cduccis depuy on the Natonal Secuiity Courcil, ard
later, succeedig hm as mtional secuity advser to Presdert Reagan Upon his
promotion to Four-Star gereral, Powell becane the youngest member to sewe as
Chairman of the Joint Chiefs of Staff.

More recertly, Cdonel Betty Mullis, the first woman to command an Air Force flying
unit, credis her rise n pat to mentors, including a chief master segeann and Major
Genera Jeanne Holm, the Air Force's first femde two-star general.  Although Colonel
Mullis describes herself as a “reluctant role modd,” she considers General Holm a role

model ard ackrowledges hat both, she ard Gereral Holm, have had a significart impact



on the caees o other women.”> Regading race ad gemler, the precedng exanples
illu strate that those who hold paositions of power and authority are more likely to influence
mentoring relationships.

Dreher ard Cax believe that race ad gerder represen individual difference aml are of
consderalde importance wren atempting to understand oppartunity structures in many
organzaions. The essece d their argunert is that having a nentoring relationshp with
a whte nele provides ncreased access influertial decsion makers. White men have the
advantage over women ard men of other races lbcause ey are nore likely to form
developmental relationships with individuds who are smilar to themselves. These
individuds are more fully integrated into the networks of influential decison makers and

are better able to promote the interests of newcothers.

Historical Surveys: What We Know About Mentoring Women

Ragis writes tat urlike their male counterparts, women face a lack of upwad
mohilit y in many organizations, duein large pat to their inability to establish a mentoring
relationship. In many organzations where there is a predaminartly all male ervironmert,
women are dten stereayped asdwer status, ard ms-idertified as okrical workers. Such
stereotypical behavior decreased their ability to assert themselves and their authority,
resulting in difficulty finding a mentor.

There ae aher circunstarces hat restrict the overall qualty of a mentoring
experience for women. For instance, there is the paossibility for anxiety to develop
regarding intimacyard physical atraction. Women fearthat whenthey attempt to initiate

a relationship it may be misconstrued as @&exualappoach Secand, there may be a pulic



percepion assaiated with crossgerder mentoring. “Relationships hat do not involve
romantic atachment may be pecelved as such by others, thus leading to negdive
consequences for both mentor and protégé.”

One way women may seek to avoid these difficulties is to find other femae mentors.
Gilbert concluded that aspiring femade managers may have more opportunities, and may
feel more comfortable in initiating mentoring relationships with femde executives than
with mde executives. Unfortunately, dueto the lack of femaes in mentoring positions,
this may lead to an overload of requests from the larger group of women and may result in
a shortage of available females to mentor.

Femdes who develop mentoring relationships fare better in organizations than those
who do not. “Mentors hdp women alvance in organizations by bulding their self-

confiderce ard providing caeer guidarce aml direcion.”*

A mentor may dso train
females alout the “ins and outs’ of the aganzaions, suchas te urwritten rules o
corporate poalitics. Additionally, a mentor can provide information on upmming job
operings aml charges n the agarnizaion's techology, structure, and strategy. Most
importantly, a mentor is instrumental in helping women overcome gender related obstacles
and plays a vital role in providing growth oppartunties and visbility within the
orgarizaion. Merntors can also promote their female protégés adwancenert by
conferring legitimacy ard altering co-worker's sereatypic percepions. Becausedmale
managers are frequernly the sde femaes in an al-male environmert, they face ncreased

stereotyping, visibility, performance pressures, and isolation.”* Few studies exist which

show the positive effects of mentoring a large population of military women.
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Lieutenant Commander Maureen Sullivan piloted a survey to deermine the
effectiveness of mentoring anong women in the military. The sample consisted primarily
of 77 military enlisted pesonnel attending a 154week course a the Defense Equd
Oppatunity Managenent Institute at Parick Air Force Base, Horida. Studeris atending
the cairse wee screered aml hand-picked fr their assgnment based on past career
performances and their projected ability to advise senior military leaders. Respondents
were 77 pacent mde and 21 pecent femde, compiling 48 percent from the Army; 35
percert from the Air Force;ard 17 percert from the Naw/Coast Guad. The paticiparts
responded b a 51 #tem survey with quesions ranging from the benefits of a mentoring
relationship, to the value of mentors as women assume more roles in combet related jobs.
The results indicated a mgority of the respondents had a mentoring relationship while in
the military. Additionally, “there was a high consensus (98 percent) that a mentoring
relationship helped the respondent peform hs/her job better and it's importance to
promotion success 86 pecert). Mertors wee credied wih erhancing the piotégés’
competercy ard slf-worth through counseling ard pep #élks (93 percert) ard protecing
themfrom orgarizational pressues (48 percert). Sixty percert of the respanderts ageed
that other males at their unit were being mentored canpared © other females (29 pecert)
ard 41 percert agreedthat mentoring was essdral as nore women ergage m combat
roles.*

This study also reveakd seea other important resuks that are casistent with
previous stidies: the racalethnic idertity of the mentors was diecty proportional to the
racalethnic idertify of the paticiparts, males had a hgher proportion of mentors than

femdes which is consistent with the mde mentor and mde protégé relationship in most

11



organzaions; the mentor’'s experierce emanced te peson's knowledge. Finaly, the
supevisor energed as a emtor in the ole of a eacter, improving the nmentoree’s job
peformance, ard cantributing to their promotion succes$® While this study was small,
the positive effects listed by women warrants further reseach as wanen assure greaer

responsibilities within the military.

Historical Surveys: What We Know About Mentoring Minorities

Few studies exst which addess he efects o race o mentoring. A review of
literature found two sudies related to this topic. The first, conducted by Ps/chologist
Elizaketh Alleman, ertitled “I/mpact of Race on Mntoring Relationships” compared the
mentoring relationships d black aml white piotégés,black potégés wih black nentors,
ard black protégés with white mentors. The Hack sarple consisted of 68 Hack
profesionals atending the 1985 Nabnal Urban League convention. “Of the 68
paticipants, 23 reported having a non-mentoring relationship and 26 reported having a
mentor relationship with a black mentor; 17 reported having a relationship with a white
mentor, ard 2 were urusalde. Alleman compared his study with a pevious sudy of 50
white suhects amd found that 21 paticiparts were not involved n a reationshp ard 29
reported involvement in mentor relationships.

Alleman’'s results are consistent with previous sudies in that the mentoring
experiences of minority protégés were smilar to those of white protégés. She concluded
the reture of a mentoring relationship abng with the perceived benefit did not vary overall
with the race @ the mentor or protégé. Those variations that existed did not consistently

favor one race over the other. Howewer, the behaviors that influerce whte protégés

12



tended to reflect off the job dffiliations and societal associations, while black protégés
reported greater career benefits from a mentoring relationship.
The secand sudy, conduded by Army Major E. Janes Masm, ertitled “M entoling:

Its Effect on Back Oficer’'s Career Rogresson Wthin the US Amy; suwveyed 149
senor black aml white Army officers. Key areasaddessedncludedthe nature of black
senor officers mentoring expelierces conpared b white seror Army officers, the
perceved efect of a nentoring expelierce a their career progresson, ard the role of
mentors anong black officers and white dficers. The resuks o that suwvey are
summarized below:

Black seror Army officers pecewve that mentoring helps black officers’

career progresson within the USArmy, ard that mentoring is animportant

factor in their presem career successHfty-nine percert of the Hdack seior

officers suwveyed eported having been involved n a mentoring

relationship....Moreover, 58% of the senior Army officers reported having

been involved in a mentoring relationship. Their attitudes towards

mentoring were positive, ard they reported hat mentoring was an

important career developmert tool that added ¢ the junior officers job

saisfacion ard success \ihin the aganzaton. Senior officers peceve

that mentors should ddinitely assume the roles of role modd, counselor,
and teachef®

Current Research: Women and Minorities

In 1996, Lieutnant Colonel Edith Samloval, a sudent at the Air War College
(AWC), piloted a survey to address the issue of mentoring among minorities and women
in the military. This sample was sent to sudents a Air University’s AWC, Air Command
ard Staff Cdlege (ACSC), Squadon Officers Shool, ard the Senior Non-Commissoned
Officers Acadeny. Thisresearch exanined te results of 324 ACSC officers and civilians

who responded to the survey. The mgority of the respondents were Air Force (80.5

13



percert). Other suderts were grouped ly Army (8.3 percert), Naw (6.4 perert),
Marines (1.5 percent), and Civilians (3.08 percent). The mgority of students were White
(88.7 pecer), Black (7.5 pecert), Hispanc (1.8 pecert), Natve American (0.93
percert) ard Asian-American (0.93 pecert). Gerder represemation included 85percert
male ard 14 pecert female. The ngority (85.18 pecert) were married. Forty-eight
percert reveakd heir marital status dd not affect their careerand 37.85 percert believed
their marital status emanced teir career Sixty-eight percert sad having chldren had no
affect on their careéf.

The data collected was a 34 item suwvey. Fourteenof the quesbns focused o
whether or not studerts had a mentor ard whether a mentor was reeded ¢ succeed.The
suivey defined a mentor as ‘awise,loya advsa” ard “a teacler or coach” The mgjority
(43.7 pecert) were unaware d a nmentor program within their respecive sevice. Seventy
percert indicaied hey had nore thanone nentor; 92 pecert being a nale mentor ard 2.9
percert a female. Fifty-three pecert indicated heir rank was capdin when they initially
begana nentoring relationship ard 55 pecert ageed heir mentor has phyed akeyrolein
the achevement of their careergoals. Owveral, the ngjority (37 pecert) ageed nentors
are neededn orderto succeed.Similarly, 31 percent believed minorities need mentors to
succeed ah43 pecert ageed hat senor military leaders have a responsibility to mentor
future leaders’

This suwvey included nany of the chlaracterstics aml benefits asseiated with
mentoring in the plivate secbr. Mentoring was seems faving a \ery positive mears of
erhancing one’s career. While this suvey was small, it warants addiional reseach on

the positive effects of mentoring among minorities and women in the military.
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Chapter 3

Achieving Diversity

Every Air Force membede®rvesthe oppotunity to achieve hior her
own potential,and to vark and live in an envonment that valueBuman
dignity and isfree ofdiscrimination. Each one olus whethermilitary or
civilian, playsa key ple in creating and maintaining thikind ofworking
and living climate.The fundamental issue here is race relation.

—Sheila EWidnall
Secretary of the Air Force
General Ronald R. Fogleman
Chief of Staff, USAF

Over the last 20 years, reseach has found that in many orgarnzaions, women ard
minorities canonly succeedd a cetain level in the caporate hierarchy beyond which a
glass celling blocked further advancement.' Many studies have been conducted to
determine where these limitations exist, what may be causng them, and how to eliminate
these mequties n the pubic ard private seobrs. Conclusons have not beenreacled
becausemost organzations have different cuktures, managenent pracices,ard pesonnel
needs Researchers cite a number of barriers that may limit the oppaortunity for women

and minorities.

Barriers To Mentoring

Professor Wayne F. Cascio, author of Managing Human Bsources Productivity,

Quality of Work Life, Profitsstates that:
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Unfortunately, women ard blacks dten find thenselves exluded fom
mentoring relationships. Part of the difficulty is that mentoring is
frequently based on friendship, admiration, and nurturing which are
developed ouside the 9-t0-5 schedule. Moreover, some men hesitate to
take on femae protégés kcause b the sexial innuerdoes that often
accompany such relationships.

Ann Morrison in ha book, The New Leades. Leadaship Diversity in American,
writes hat the nost significart barriers today are the pdicies and practces that
systematicaly restrict the goportunities ard rewards awailable o women ard pe@le of
color. Morrison refers to women and people of color as nontraditional managers and
executives . In a study known asthe Guideineson Leadeshp Diversity (GOLD) Project,
sixteenorganzations were chosento idertify the nmost promising tool ard techiquesthat
are row being used o foster diversity at the manageral level in orgarizatons.
Addtionally, the poject saught to provide spedic guideines for plaming ard
implementing diversity programs® Of the skteenorgarizatons chosento paticipate in the
GOLD study, twelve were businesses, including ten which were ranked in Fortune 500
Indudrials, two educational institutions, and two governmental organizations. These
organzaions were chosen based o their recad ard sewice as ole modek in diversity
managenent. Of the 196 ercuives interviewed, only one aganizaion washeaded § a
nontraditional execuive. They al agreed hat adwancenert barriers exists across
industies, secors, levels ard functions, sex ard ehnic-backgounds. The six most
common bariers highlighted represent over hdf of the bariers mentioned by al of the
participants in the project.

Prejudicewaslisted as he rumber one larrier. Some stereatypes ncludes

depcting Asian-Americars as eseach oriented aml tecmicaly focused.
Hispamcs as being urassetive aml too laid back; blacks as dzy,
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uneducagd,ard incompetert; ard women as dten indecsive ard urale to
be analytical.

Poor Career Planning is largely assaeiated wih the lack d opportunities
for nontraditional managers to get the reeded eperierce n various pbs
that will make them competitive for promotion to senior managerial
positions.

Poor Working Environment is described as lonely, unriendly, and
pressue hacked. Nontraditional managers are excluded from office
functions and there is a lack of family camaraderie that occurs in most
offices. Women and minorities feelthey have to be better. Another factor
that contributes to a par working ervironmert is the lack d nontraditional
managers to serve as role modds and mentors for those risng beyond
middle management.

Lack of Organizational Savvy. Commets mentioned in this area
included peple of cdor ard white wamen often fail to adwance because
they don’'t know “how to play the gane.” Hispanmcs, Asan-Americars,
Native Americars, ard women slould asser thenseles au their views.
Blacks on the other hand, are viewed sometimes as being too aggressive.

Greater Comfort in Dealing with One’s Own Kind. People in general
tend to asseiate with those wio are ike them Although discanfort with
nontraditional managers sanetimes canes rom prejudice, there s also a
lack of familiarity. The tendency is to hire those who share the same
values, the same looks, and the sgmaeceptions.

Difficulty in Balancing Career and Family. This is considered largdy a
woman's problem. Competing demands such as bearing and rearing
children, and mantaining the household conflict with full- time dedication to
a caeer. Historicaly, many organzatons have providedlittle suppat for
women who confront the diemma of meeing both their career ard their
family needs.

Although thesebarriers difer from one argarizaton to arother, their effect is the sare.
Morrison believes mentoring and networking will help eiminate these barriers and achieve

diversity.
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Mentoring and Networking

Morrison paints out that nontraditional managers need guilarce, ercouragenert, and
adwcacy Seasmed nmanagers canassst nontraditional managers in overcoming hurdles
such as isolation, lack of credibility, and perhaps a naiveté about institutional palitics.
They can provide advice, support, and recognition in developing future l8aders.

Networking providesvarious forms of suppat to nontraditional groupsard involves
less personal commitment than mentoring. “Network groups introduce nontraditional
managers to one arother so they cansewe ascounsebrs, cheeteades, sounding boards,
contert expetts, ard resaurces n other capadies’® Ore suchgroup is the Women
Military Aviators Inc.

Women Milit ary Aviators (WMA) was formed “to educate the puldic about the roles
of women avators, ard bond women together to let them know that there ae other
pemle expeiiercing the sane things hey are”’ WMA is a nonprofit organization and
holds no éfiliation with DOD. Its membership includesover 650 brmer pilots, flight
suigems, aircrew members from all five Services, ard former members d Women Air
Force Service Pilots. By mentoring, WMA has established a network to help many
women adjust to the demands of military life. According to WMA'’s President “we're
breaking a lot of glass cellings in the military and the Services have opened dl doors to

women, providing wider carer opparturities.”®

Even though the military is held as a
modd for the rest of society, “it's records of women and minorities is fraught with
struggles and subject to intense scrutihy.”

In 1994, the Gemral Accaunting Office reportedthat “significart dispaiities’ exist by

race ard gerder in accessins, assgnments, ard promotions in the US military.’® The
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report reveakd that blacks &gged lehind whites n promotion to E-7. At the E-8 level,
minorities in the Air Force and Marine Corps fared less while promotions in the Army and
Naw improved. In a tree yearspan blacks n the Air Force arnl Marines wele promoted
less often thantheir white cainterpaits, the Army had a ae-year dispaity ard the Naw
had none Regading officers and women, blacks tended to lag béhind whites in
promotion to O-4; howewer, the dppaity emded nh promotions to O5 ard O-6.
Surprisingly, during this same period, women were promoted mare often than men in most
categaies! Despite these problems, the military leadership is committed to advancing
equaloppartunity to all members o the Armed Services. By same accaunts, the military

began to achieve diversity in the 1970s.

Diversity in the US Military

In 1996, the Defense Equal Oppatunity Managenent Institute, in a report ertitled
Represntation ofMinorities and Wbmen in the Amed Forces1976 -1995, reveakd that
the number of minorities and women in the military have increased. From 1976 b 1993,
black epresemation increasedriom 148 pecert to 204 pecert; howewer it deceased ¥
193 percert by 1995, primarily due b the dawdownn. Althoughthe overal percertage d
blacksdeceagd from 1993 b 1995, the rumber of black dficers remained ¢alde in the
Air Forceard increasedn the Naw. Black epresemation in the ertisted ranks deceased
by 0.1 pecert.'? Contrary to deceasesri black represetation, the overall percertage of
Hispanics with the exception of Air Force officers, increased. Similarly, the overall

percertage d Asa-Americars in DOD increagd. The pecertage d Native Americars
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remained at0.1 pecert with the Marine Corps reporting the hHghed percertage at 0.8
percent;

From 1976 b 1995, the overal represertation of women in DOD rose from 54
percert to 126 pecert. In 1995, 130 pecert of al military officers were women.
Accomparying this increasein women represemation is the increased peertage d
minority women from 211 pecert to 408 pecert. Hfty-four percert of these minority
women were assgnedto the Army ard they represened a brger proportion of women in
the military than of women in society a large'® The datistics show that the military
recaynizes he caitributions o al its members, regardless d race,nationality, or gerder.
Current literature indicates the Marine Corps is leading the way.

The Marine Corpsis enbarking upon a canpaign to fight prejudice. De<ribed asa
“cradle-to-grave gpproach,” it’s designed to institutionalize mentoring for al Marines.
Addtionally, it includes creaing cutural diversity programs, reviewing, updatng ard
revising affirmative acion plars, ard the useof “total qualty leadeshp” to handle women
and minority issue¥. The main areas being reviewed are:

Accesion programs. Minorities are being ercouraged © appy for al officer
programs, ard for those who are rot qualfied, programs are available to bring
them up to speed.

Growing our own. Expanded enlisted commissioning programs have tripled the

number of minority applicants.
Preparing prospects. Marines ae sudying their most successiil programs in order

to address the high minority drop-out rate among trainees and officer candidates.

Performance evaliation. Improve the peformance ewaluaion system ard
assignment of minority officers.

Diversity in recruiting. More minorities including women, are geting assigned to
recuiting, espeally as dficer sekction officers. Establish anOCSadvisary board
to monitor recruiting and screening processes.

Advertising. More women and African-Americans are being used for advertising.

MOS asignment. Statistics show that fewer minorities ae pkced in combat ams
assignment, a key job skill for promotion opportunity.
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Recruiting standards. A contertious ssue,suchas gving wavers to minorities who
fall below certain standards on the SAT and Armed Forces examin&tions.

The goal behind these initiatives is to level the playing field for which the Marine Corps
has beencriticized br years ard institutionalize hese deas sahey may live keyond those

who created ther.
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Chapter 4

Organizationally Spansared Mentoring

The majority of atticles reviewed sigge$ succesful mentorship benefits the
organzaion becauseit allows for the dewlopment of patential in talented ndividuak.
Galbraith and Cohen write that organizationd mentoring offers several advantages; gives
the member a suppat syssem ard a canecion to other orgarizaional resources ard
networks; providespeerawaeress ¢ others to reduce he piotégés’serse o isolation;
ard provides realstic suppat ard feedlack. Furthermore, mentoring the
underrepreseried, culturally diverse pulations would not only improve enployment
oppartunities, it would abko acheve affirmative acton ard Equal Employment Oppatunity

Commission standards in the workforce.

Service Initiatives

The military, recognizing that mentors may not be available to al of it’s members, has
sanctioned mentoring programs. While most of these programs are available to al service
members, others target spedic groups. The Air Educaton ard Training Cammand
(AETC) Mentoring Prayram and the Air Force Cade Officer Mentor Action Program

(AFCOMAP) are two such programs.
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AETC Mentoring

The AETC Mentoring Program is a pdicy direcive caceved by the Canmander of
AETC, General Billy J. Boles. “The pdicy of this command is to help every
commissioned officer, enlisted member, and civilian employee reachhis a her maximum
potential through professional developmert.”?> Key elenerts of the AETC Mentoring
Program include:

e Program is non-bureaucratic, minimum administrative requirements, and no

reporting requirement above wing level.

e Program is supevisor-based. Guarantees that everyone has a mentor immediately
available for career guidance and assistance.

e Program uses eisting professonal dewlopmert tools, such as te Oficer
Professonal Developmernt Program, the Enlisted Caeer Feld Educaton ard
Training Plan, the Civilian Career Development Program, Performance Feedback
Forms, etc.

e Mentoring Feedback Worksheet to document peaformance feedback for military
personnel and civiliar.

AETC's pdiicy is based on the principle that mentoring is an inherent responsibility of
leadeship. Supewisors must know their pele, acceptpersonal respansibility for them,

and be held accountable for their subordinates’ professional develdpment.

AFCOMAP

AFCOMAP wasformed in the eaty 1980sby senior minority officers asa wayto
mentor ard trarsition predaminartly minority cades am junior officers into the
mainstreamof the Air Force dficer corps On November 19, 1994, the Secetary of the
Air Forceard Chief of Staff renewed he AFCOMAP Charter. Since hat time, the scge
of the program has expardedto include al cades, junior officers, ard md-lewvel officers,
regardless d race ad sex Menbership is volurtarly ard it's members Jsit mostly

historicaly black cdleges ad unversities HBCU) with Air Force Resare Oficer
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Training Corps (AFROTC) unts. Mary of these ROT unts actvely seek ACOMAP

sponsorship where possible.

Marine Corps Initiatives

The Marine Caps Gazete reports the Marines have undertaken two initiatives to
beetup minority officeraccessin rates. Specficaly, their goal is to increase Bdck
repreertation from 10-12 pecen, Hispanc represertation 10-12 pecert, ard 45 pecert
for other minorities. The gaal is for the dficer corps b reflect the racil diversity of the
Nation by the year2005. Accarding to Naw Secetary John Dalton,..."t his validatesthe
need or a slift in our thinking ard pracice—a mw form of liberal, urrestrained sharing of

"S> The firgt initiative involves

career management information: universal mentoring.
increasng represemation from the Black am Hispamc communities. As the rumber of
undemgraduaes and graduaes from these conmunities emain at alout 4 pecert coupled
with the cattinued slortage d minority officer cardidates, increased copettion from the
private sector will make it difficult to attain. The Marine Corps gaal is to change its
image as a racially troubed aganzation to one that highlights mnority concems,
emphasizing minority officer achievements and oppartunties. The second initiative
involves educating minority officers on improving their skills and effectiveness, thereby
increasing their value and advancing their careers. These two initiatives will r equire access

to experierced dficers amd “one recagnized nears of meeing these needsis through

mentoring.®
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Army Initiatives

The Army Chef of Staff ordered the Rofessonal Dewelopmernt of Officers Sudy
(PDOYS) to look at the erire Army ard maeke recanmendaton for officer professonal
dewelopmert throughthe year2025. All agpecs of officer professional developmert were
examned ncluding the sulpect of mentoring. Fourteenthousan officers paticipated in
the sudy. Most agreed hat commanders stould sewve as rentors amd role modek ard
should be directy respansible for developing those urder them The sudy showed that
only 59 pecert of the dficers pecewve thenselves as &ving a mentor. As a resul, the
Army redefined the terms mentoring and mentor to mean:

a syle o leadeshp closely resenbling coaching. It is characterized by

opencommunicaton, role modelng values,effecive useof counselng ard
sharing of the leaders frame of reference with his junior officers.

a leader involved n dewloping (through educaion, sccializing ard
training) anindividualby being a ole model, teacter, coach advsas ard
guide...”

Theseredefinition’s of the terms mentoring and mentor represens a clarge n the Army’'s
strategy which now emphasize that commanders should serve as role modds in developing

its future leadersAnother successful Army program is Rocks.

Rocks

Deweloped n the ealy 70s as aasul of senor black dficers’ concem for junior black
officers, the pinciple msson of Rocks 5 to mentor junior black dficers. Rocks was
named after Brigadier General Roscoe “Rock” Cartwright, who served as a mentor and
role modelfor many blackofficers during the 1960s Describing Rocks in its eatier yeass,

General Colin Poweltated:
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They warted © help young bdack dficers up te caeerladder, give them
the insde dope on assignments good ard bed, tell them alout commanders
abde or incompetert, ard tak up promisng cardidaies to the right
pele....The sprit of Rocks appe&d © me. They looked out for me
along the way, and, in turn, | have tried to spot young black military talent
and help these officers realize their poteritial.

Rocks’ goal is to increase ltie represemation of black officers in the Army. “It goes
directly to the Hack caonmunity to increase he pal of Afro-American junior officers.
Once thes officers are in the Army, Rocks offers them suppat ard gudarce whch
enables them to work and advance within the military system.”® Ore o the meny
communitiesthe Racks vsit are HBCUs. “The growth of the Hack dficer corps shce
1970 s due &rgely to the eyparsion of ROTC commissioning programs on black college
canpuses. Twerty-one HBCUs bcated n the Suth ard its bordeling states, today turn
out about half of al black Army ROTC commissons. The sgnificarce d the HBCUs in
training black keades for Americansaciety mustnot be overlooked?” ' The mgority of l
black dficers wip have acheved flag lank are pioducts of HBCUs. Of the three black
generals who have achieved four-star ranking in the Air Force, two have graduaed from
theseinstitutions. Gereral Danel “Chappie” Janes from Tuskegeerristitute in Alabama,
ard Gereral Lloyd “Fig” Newton from Tennessee &te Unversity. Major Gerera
Marceite Haris, the Arr Force’s first AfricanAmerican female to atain the rank of

general officer graduated from Spelman College in Gedrgia.

National Naval Officers Association (NNOA)

NNOA is a non profit organization endorsed by the Secretaries of Transportation and
the Navy, Chief of Naval Operations, and the Commandants of the Coast Guard and

Marine Corps.It's mission is to:
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e Provide anl asist in the recuitmert of minority officer cardidaies in suppat of
the Coast Guard, Navy and Marine Corps.

¢ I|dertify minority problems areas ad lring them to the atention of cognizart
authorities.

e Encourage maximum minority participation in al areas of the sea services and
related military organizations.

e Promote camaraderie among members of the NNOA.

e AssBtin the estblishment ard maintenance d a paitive image d the sea sefces
in the minority communitie¥.

NNOA’'s membership include over 1,200 acive duy, reserve, ard retired officers of
al ranks, ethic groups and interested civilians. For over 25 yers, NNOA's Mentors
Program has asssted pnior officers amd others who aspre for a successt carerin the
Sea Services. As the military approaches the 214 Century, NNOA's legacy of providing
leadership, professionalism and excellence will contribute to a substantial and proficient

pool of military officers'®
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Chapter 5

An Ar gument for Institutionalized Mentoring

We mug continue ourefforts to recuit and mentominorties-not only to
recruit them into the K Force, but al® to promote theirprofesional
devebpment It's absoltely essenal that our Air Force mirror American
societyif we are to maintainour drength and vitality,as well as sudain
the support of the American people.

—General Ronald R. Fogleman
Chief of Staff, USAF

The establishment of formal mentoring in the military is a frequently debated issue
Some argue hat forced nentoring because brace, sexor ary other critera is wrong
urless it is a commander-to-subordinate relationship.® Others view it as a selction
process whre gfted ndividuak are idertified, which ultimately leadsto a mentor-protégé
relationship. Although this concept has nerit, the caxcem is that it creaes an“exclusive
club’ amosphere, which normally leads to ditism and favoritism. It is especialy
significant if the supeavisor is in the mamber’s rating chain. “Playing favorites among a
group of rated or senior rated officers could foment a demoralizing or even destabilizing

command dimate—certainly something every good leader avoids”?

Every atticle
reviewed sippats mentoring asa kadeship ard dewelopmert tool. Formal mentoring

along with universal and group mentoring offers great promise and significant value.
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Formal Mentoring

Like the civilian busness sector, the military has aso created mentor programs to
assist junior officers, women and minorities. Those in favor of formal mentoring believe
successfl programs should be delberate am operate urder the sane procedues as
professona military educion (PME) programs It should include operational and
tactical decison making, military occupaional specialty, future billet preparation, adong
with other tasks elevant to missbn accamplishmert.> The Maines Caps Basi School
(TBS) Pdicy Letter #11,“The Mentor Program” ard OCS Oder 15303, Implementation
of the Mentor Program are two suchprograms. Thes piograms were desgned b reduce
female ard minority recycle aml atrition rates arl increasetheir represemation in the
officer ranks. The TBS gaal is to reduce sudent disenrollment and it’s associated costs,
and improve the socialization process which leads to increased sudent morale. Similarly,
Officer Cardidates School provides cadidaies the gpotunity to seek ¢adeshp
guidarce outside of the agarizaton ard it promotes an ervironmert that alows
cardidates the gopartunity to succeed. In short, “they felt it asssted their adapétion to
the Maiine Corps’ beliefs ard values,ard alowed themto esublish contact with potential
role models.

The Naw has instituted a mentor program desgned © help both officers ard edisted
personnel reachtheir full potential. Their rationale is that too many newcomers fail to
understand the sgnificarce d their job ealy on ard throughout their career. A mentor
will help them understand what is important and provide career guidance if needed.
According to the Chief of Naval Personnel, “the process will start as early as the day the

person decides they want to enter the Navy. Officers and sailors will be mentored in four
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stages. upan their initial entry into the Navy, duinng their initial period in the new
command, while the salor or officer eans warfare a watchstation qualficaions, ard

throughthe rest of their careerin the Nay.”®

Another rationale for this formal process is
that a person will be more inclined to reman with an organization that will help them
succeed. The program assgns expelierced pesonnel from the officer ard erlisted rank
whose goal is to develop young ensign and seamen into future leaders and Seafarers.
The Air Force mentoring program is a Scretary of the Air Force aml Chief of Staff
direcive that apples to al Air Force dficers with specal enphass on compary grade
officers. The Air Force recognizes mentoring as a fundamental responsbility of
supevisors o help al officers reach their patentia, thereby erhancing the overall
professionalism of the officer corps “The intent of this directive is to infuse all levels of

leadeship with mentoring to effecta cutural charge wtere seror officers canpass a the

principles, traditions, shared values, and lessons of our profeésion.”

Universal Mentoring

Besides formal mentoring programs, arother appioach which would trarscerd
organzational ard geagraphical boundaiies is universal mentoring. The power of the
computer ard information tecmology eraldes many orgarizaions within DOD to maintain
a daa base containing the names and qudific ations of civiians and military service
members who would be wiling to serve as mentors.  Within DOD, such organzatons
include the Rersonnel headquaters of eachService, ard the Ofice d the Secretary of
Defense. If a waman or minority needed Hp or advce, they could accesshe systemard

communicate drecly with sameone who could enpathize wih them their beliefs,

32



experierces, goals, ard anbitions. Conversely, mentors looking for someone to mentor
would na have to look any further than the daa base. “The power of techndogy has
empowered those who wish to be mentors or protégés beyond ou wildest imagination.
All of this can be suppated with today’s robugt and far-reacting information systerrs.”®
The member would need a coputer with accessd communicaion networks suchas

Milit ary City On-line or the military services bulletin boards  This process would dlow

participants the opportunity to establish and maintain a mentoring relationship.

Group Mentoring

Ore final appoach is group nentoring. Group nentoring places anexpeiierced
veteran suchas a caonmander or supevisor with four to six less eyerierced subrdinates.
It would involve excharging ideas, feedlack aml gudarce as a grup. Ore adwantage ¢
this approach is the mentor/protégé relationship becomes a group bond, emphasizing
interrelationshps anong all its members. “The enmergerce d cross-<ultural organzaions
along with a lack d potential mentors lrings rew challenges b the idertificaton ard
dewelopmert of high-potertial enployees. The giowing campeition for technological ard
procedural innovation calls for the kinds of creativity and risk-taking sKills that are best

»9

ganed from interpersonal interaction.”” Group meitoring mutiplies the experience by the

number of people in the group.

Notes

!Lieutenant Colonel Anthony L. Jackson, “Minority Officers in the Marine Corps A
Perspective,Marine Corps GazetteSeptember 1994, 89.

*Lieutenant Colonel (P) Victor M. Roselo, “Mertoring ard Caunselng: A Tag-Team
Approach to Professional Developmemdilitary Intelligence July-September 1996, 37.
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*Colonel Cecil J. Amparan, “ Universal Mentoring: Exparding Oppatunity Across the
Officer Ranks,"Marine Corps Gazetielanuary 1996, 43.

*Captain Brian Buckles, “What is This Mentoring Stuff?,” Marine Corps Gazete,
October 1994, 71-73.

*John Burlage, “Career Path Helped By New Mentor Progradayy TimesMarch
6, 1995.

®Ibid.

’Air Force Directive 36-34Air Force MentoringNovember 1996

®Amparin, 40.

*Bewerly Kaye ard Bety Jacdson, “Mertoring a Group Guide; Training &
DevelopmentApril 1995, 24.
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Chapter 6

Conclusion

Researh has shown that mentoring canbe used as aeffecive stategy to strengthen
careererhancenern ard organizaiona success.Descibed in a \ariety of terms, the nost
important roles phayed ty the mentor from the piotégés pespecives, are those o role
model, counsebr, ard teacter. Mertoring in the military and private sector works in
muchthe same way. Perceved benefits includeshigher pay, promotions, oppaortunities to
occupyleadeshp positions, ard job satsfacion. From Dwight D. Eiserhower to Cdlin
Powell, the US military is replete with examples of successful mentorships.

There ae a mmber of barriers assoiated wih mentoring. The nost significart
disadvartage s prejudice. Others include pmr carer plaming, difficulty in balancing
career and family, sexud innuendoes, and lack of association with influential decision
makers.

Although there have been many studies caceming the aforemertioned topic, few
addessedhe nentoring expetierces ¢ women ard minority officers. The small number
of sudies found indicated that members who were involved in a mentor relationship felt it
erhancedtheir career ard professonal developmert. Overal, sevice members kelieved

that military leaders have a responsibility to mentor future leaders.
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The military, recognizing that mentors may not be available to al service members,
have sanctioned a number of programs with the tope d exparding knowledge adl
expelierce to disadwartagedgroups. The gaal is to mirror Americanscciety ard susain

the support of the American people.
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Glossary

Mentor. is a cbse, trusted ard exelierced cainsebr or guide, a teacler, tutor, or

coach. For the pumpose of this research a mentor will defined as higher ranking,
influertial, senor orgarizaional members with advanced eyelierce aml knowledge
who are committed to providing upward mobility and suppat to a potégés
professonal carer Mertoring relationshps ae gereradly long term, ard are
characterized by substantial emotional commitment both parties.

Protégé. or mentoree will be defined as someone under the care and protection of an

influential person, usually for furthering his or her career.

Minority. canbe defned as éss hanhalf the pgoulation in a saiety. Therefore African

Americars, American Indiars, ard Hispamc Americars can al be consdered
minorities in the United States. Although femaes in the United States make up mae
than half of the pgulation, they are ako considered mnorities as &ws weke creaed
to uphold women civil rights (Comptons Living Encyclopeds). This reseach will
rely on the most common concepion of a mnority as hat of a goup d pe@le who
are dstinct in race, religion, language, or nationality. For exanple, African
Americars, Americanindiars, and Hispamc Americars ae dten visible in contrast to
other groups in our society.

Historically Black Colleges and Universities. (HBCUS) refers to those colleges and

universities hat were creaed spedicaly for African Americars duing the perod of
segregated education.
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